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AGREEMENT BETWEEN THE CITY OF SAINT PAUL
AND DISTRICT LODGE #77, INTERNATIONAL ASSOCIATION
OF MACHINISTS AND AEROSPACE WORKERSAFL-CIO

This AGREEMENT has been entered into between the City of Saint Paul, heresfter referred to
asthe EMPLOYER, and Didtrict Lodge #77, International Association of Machinists and Aerospace
Workers AFL-CIO, hereafter referred to asthe UNION. This AGREEMENT has as its purposes,
the promotion of harmonious relations between the EMPLOY ER and the UNION, the establishment of
an equitable and peaceful procedure for the resolution of differences and the establishment of rates of
pay, benefits, hours of work, and other conditions of employment. The parties hereto pledge that they

shdl pursue the above objectivesin full compliance with the requirements of the Public Employment

Labor Rdations Act of the State of Minnesota of 1984, as amended.



ARTICLE 1- RECOGNITION

11

1.2

The EMPLOY ER recognizes the UNION as the sole and exclusive bargaining agent
for the purposes of establishing wages, benefits, hours and other conditions of
employment for al of its employees as outlined in the certification by the State of
Minnesota, Bureau of Mediation Services, dated August 15, 1973, in case No.
74-PR-77-A, and as set forth below:

All regular, probationary, and provisond vehicle and equipment maintenance personnel
who are employed by the City of S. Paul or who have their "terms and conditions of
employment” established by the governing body of the City of S. Paul in the
classficaionsof Auto Body Repairer, Communications Technician Helper,
Equipment Repairer, Fire Buildings Repairer, Fire Equipment Servicer,
Machinist, Marina-M echanic, M echanic-Welder, Parts Runner, Tool Maker -
Water Utility, Traffic Maintenance Worker, *Vehicle Maintenance Worker
(Light), Vehicle Maintenance Worker (Heavy), Vehicle Mechanic, Vehicle

M echanic (Heavy Truck & Equipment), Vehicle M echanic L eadworker,
Vehicle Mechanic Supervisor, Vehicle Mechanic Trainee, Welder and Welder
L eadwor ker, excluding supervisory, confidentia, temporary, emergency and
employees exclusvely represented by other labor or employee organizations.

The parties agree that any new classifications which are an expansion of the above
bargaining unit or which derive from the dassfications st forth in this agreement shdll
be recognized as apart of this bargaining unit, and the parties shall take dl steps
required under the Public Employment Relations Act to accomplish said objective.

ARTICLE 2- DEFINITIONS

21

22

Coallective Bargaining. The EMPLOY ER will bargain collectively with the UNION
with respect to rates of pay, hours and conditions pertaining to employment for dl of
the employees in the unit hereinbefore st forth.

Discrimination. The EMPLOY ER will not interfere with, restrain or coerce the
employees covered by this AGREEMENT because of membership in or activity on
behdf of the UNION. The EMPLOY ER will not discriminate in respect to hire, tenure
of employment or any term or condition of employment against any employee covered
by this AGREEMENT because of membership in or activity on behdf of the UNION,
nor will it discourage or attempt to discourage membership in the UNION, or attempt
to encourage membership in another Union.



ARTICLE 2 - DEFINITIONS (Continued)

2.3 ThisAGREEMENT shdl designate and define benefits with the exception of penson
benefits that shdl be granted to the employees by the EMPLOYER. If subsequent to
this AGREEMENT, any governing body passes a provison which shal creste a cost
benefit for a employee in this unit, the cost of such benefit shdl be paid by the employee
until such time as the respongibility of the codt is subsequently negotiated. This
provison shdl not compd ether party to reopen negotiations during the course of an
exiging contract.

ARTICLE 3- MAINTENANCE OF STANDARDS

3.1 Thepatiesagreethat dl conditions of employment relating to wages, hours of work,
overtime differentias, vacations, and al other genera working conditions shal be
maintained a not less than the highest minimum standard as set forth in the Civil Service
Rules of the City of Saint Paul, (Resolution No. 3250) and the Saint Paul Sdary Plan
and Rates of Compensation et the time of the Sgning of this AGREEMENT, and the
conditions of employment shdl be improved wherever specific provisons for
improvement are made e sewhere in this AGREEMENT.

ARTICLE 4 - CHECK OFF AND ADMINISTRATIVE SERVICE FEE

41  Dues. The EMPLOYER agreesto deduct the UNION membership dues once each
month from the pay of those employees who individudly request in writing that such
deductions be made. The amounts to be deducted shal be certified to the
EMPLOYER by arepresentative of the UNION and the aggregate deductions of dl
employees shdl be remitted together with an itemized statement to the representative by
thefirgt of the succeeding month after such deductions are made or as soon thereafter
asispossble.

4.2  Farshare. Any present or future employee who is not a UNION member shdl be
required to contribute afair share fee for services rendered by the UNION. Upon
notification by the UNION, the EMPLOY ER shdl check off said fee from the earnings
of the employee and transmit the same to the UNION. In no instance shal the required
contribution exceed a prorata share of the specific expensesincurred for services
rendered by the representative in relationship to negotiations and administration of
grievance procedures. This provison shdl remain operative only S0 long as specificaly
provided by Minnesota law and as otherwise legd.



ARTICLE 4 - CHECK OFF AND ADMINISTRATIVE SERVICE FEE
(Continued)

4.3

4.4

The Union agrees that an adminigtrative fee of $6.00 per employee, per year shdl be
deducted by the employer from the employee's earnings. This annua deduction shdl be
meade from the first paycheck received in January of each year.

The UNION will indemnify, defend and hold the EMPLOY ER harmless againgt any
cdamsand dl suits, orders or judgments brought or issued againgt the EMPLOYER, its
officers or employees, asaresult of any action taken or not taken by the EMPLOYER
under the provisions of this section.

ARTICLE 5-UNION RIGHTS

5.1

5.2

The UNION may designate employees within the bargaining unit to serve as Union
Stewards.

The UNION shdl furnish the EMPLOY ER and appropriate department heads with a
list of Stewards and aternates, and shall, as soon as possible, notify said appropriate
City officidsin writing of any changes thereto. Only those who are Stewards shdl be
recognized by the EMPLOY ER for the purpose of mestings.

ARTICLE 6 - MANAGEMENT RIGHTS

6.1

6.2

The UNION recognizes the right of the EMPLOY ER to operate and manage its affairs
in dl respects in accordance with applicable laws and regulations of appropriate
authorities. The rights and authority which the EMPLOY ER has not officidly abridged,
delegated, or modified by this AGREEMENT are retained by the EMPLOY ER.

A public employer is not required to meet and negotiate on matters of inherent
managerid palicy, which include, but are not limited to, such areas of discretion or
policy asthe functions and programs of the EMPLOYER, its overal budget, utilization
of technology, and organizationa structure and sdection and direction and number of
personnel.



ARTICLE 7 - DISCIPLINE

7.1

7.2

7.3

The EMPLOY ER will discipline employees for just cause only. Disciplinewill bein the
form of:

a) Ord reprimand,

b) Written reprimand;

C) Suspension;

d) Reduction;

e) Discharge.

Employees and the UNION will receive copies of written reprimands and notices of
suspension and discharge.

Discharges will be preceded by afive (5) day preliminary suspension without pay.
During said period, the employee and/or UNION may request, and shall be entitled to
ameeting with the Employer Representative who initiated the suspension with intent to
discharge. During said five (5) day period, the EMPLOY ER may affirm the suspension
and discharge in accordance with Civil Service Rules or may modify, or withdraw
same.

ARTICLE 8- HOURS, OVERTIME PAY

8.1

8.2

8.3

Hours of Employment: The assigned norma work day shdl be 8 hours excluding .5
hour for lunch in any twenty-four hour period and 40 hours in any seven-day period.
(For employees on a shift bas's, this shal be construed to mean an average of forty
hoursaweek.) The norma work week shall consigt of five consecutive norma work

days.

Notwithstanding Article 8.1, a Department Head and the Union may mutualy agreein
writing to establish anorma work day of ten (10) consecutive hours, excluding athirty
(30) minute lunch period, and a normal work week of four (4) consecutive work days
inaseven (7) calendar day period.

A Department Head may unilaterally cease aten (10) hour work day, four (4) day
work week with five (5) working days natice to the Union if such a schedule does not
meet the operating needs of the affected Department.

Call-in-Pay: When an employeeis cdled to work he shdl receive two hours pay if
not put towork. If heis caled to work and commences work, he shal be guaranteed
four hours pay. These provisons, however, shdl not be effective when work is unable
to proceed because of adverse westher conditions.



ARTICLE 8- HOURS, OVERTIME PAY (Continued)

84  Overtime: Timeon the payrall in excess of the norma hours set forth above shdl be
"overtime work" and shdl be done only by order of the head of the department.

Overtime will be assigned based on a rotating opportunity preset-set by class seniority
among al digible personnd in the affected divison having the skills necessary for the
job. In the beginning of each caendar year, the rotation for overtime opportunities will
begin with the most senior employees. Theindividua may accept or decline. The next
opportunity for overtime will go to the next person on the list who may accept or
decline. Thiswill continue until the end of the list is reached and will again Sart over
with the most senior person.

If an employee is bypassed for overtime to which he/she would have been entitled, the
employee will have the opportunity, whenever possible but subject to supervisory approvd, to
make up the overtime before the end of the next payrall period, a atime convenient to the
employee.

The Employer reserves the right to deviate from the aforementioned processin

emergencies or in such Stuations where following such process would be detrimentd to

the operation of the affected unit. Class seniority shdl bethe

determining factor in shift assgnment, however, the Employer will not be required to accept the
most senior bidder or to assign the least senior employee when consdering such factors asthe
duration of assgnment and the productivity needs of the affected unit. Qudificationswill be
determined by the Employer based on requirements of the job, actua job performance and
Civil Service certification.

8.5  Anemployee shdl be recompensed for work done in excess of the norma hours by
being granted compensatory time on a time-and-one-half basis or by being paid on a
time-and-one haf bass for such overtime work. The bass on which such overtime shal
be paid shdl be determined solely by the EMPLOY ER.



ARTICLE 9- TOOL INSURANCE AND CLOTHING

9.1

9.2

The EMPLOY ER will provide five changes of coverdls or five changes of shirts and pants per
week. The Department shal substitute coveralsfor shirts and pants and vice versa at the

employeesrequest. Employees may request such substitution no more than two times within a
caendar year.

Employeesin the following classfications, Vehicle Maintenance Worker (Heavy), *Vehicle
Maintenance Worker (Light), Marina Mechanic, Mechanic-Welder, Vehicle Mechanic, Auto
Body Repairer, Vehicle Mechanic Lead Worker, and Vehicle Mechanic (Heavy Truck &
Equipment), shal recelve a Tool and Shoe Allowance in the following manner.

9.2(A) Effective 7/1/1999, for safety shoes, the amount of seventy-five dollars
($75). Thisamount will be retroactive to the date of the beginning of the
contract, 7/1/1999.
9.2(B) Effective 1/1/2000, the employees designated in section 9.2 shall be paid a
tool dlowance in the amount of two-hundred dollars ($200.00).
9.2(C) Effective 7/1/2000, the employees designated in section 9.2 shdl be paid a
Tool and Shoe dlowance in the amount of four-hundred and seventy-five
dollars ($475.00).
9.2(D) Employees not designated in section 9.2, shdll receive shoe alowance as
designated in Article 24 - Safety Shoes.
9.2(E) Employees need to keep an accurate, up-to-date inventory of tools kept at
the worksite. In the event that the entire tool set is stolen or if the worksite
itsdlf is damaged and the tools are not salvageable, the Employer agreesto replace the t
tools, in excess of $475.00, that are listed on the inventory previous to the date of the
event. Initiating and updating the inventory isto be done on the employeg’ s own time.

ARTICLE 10-JURY DUTY

10.1

Any employee who is required during his regular working hours to gppear in court as ajuror or
witness except as awitnessin his own behaf againg the City, shdl be paid hisregular pay while
he is s engaged, provided however, that any fees that the employee may receive from the
court for such service shal be paid to the City and be deposited with the City Finance Director.
Any employee who is scheduled to work a shift, other than the norma daytime shift, shal be
rescheduled to work the normal daytime shift during such time as he is required to appear in
court asajuror or witness.



ARTICLE 11 - LEGAL SERVICES

111

11.2

11.3

114

Except in cases of mafeasance in office or willful or wanton neglect of duty, or indifference to
rights of others, the EMPLOY ER shdl defend, save harmless and indemnify an employee
againg tort clam or demand whether groundless or otherwise arising out of aleged acts or
omission occurring in the performance or scope of the employee's duties.

Notwithstanding the provisons of Section 11.1, the Employer shal not be required to defend or
indemnify any employee againgt persond ligbility, or damages, costs or expense (a) resulting
from aclam, suit, verdict, finding, determination or judgment that the employee has committed
anintentiond tort or torts, including but not limited to dander, libel and/or other defamatory
harms; or (b) arising out of cross claims, counterclaims, affirmative defenses, and/or separate
actions brought againgt such employee in response to or resulting from clams, dlegations,
demands or actions (whether or not litigation was actualy commenced) brought, made or
ingtituted by such employee.

Notwithstanding the provisons of Section 11.1 or 11.2, the Employer may at its sole discretion
defend an employee againg dlegations, clams, demands or actionswhally or in part based on
or arisng out of claimed intentiond torts, and in such cases, the employee consents to the extent
lawfully permitted to such representation without regard to actud or potential conflicts of
interest.

Each employee, within 20 days after receiving notice of (1) atort clam or demand, action, suit
or proceeding againgt him or her, and (2) ajudgment, verdict, finding or determination, either of
which arises out of aleged or found acts or omissions occurring in the performance or scope of
the employee's duties, shal notify the City by giving written notice thereof to the City Clerk.

ARTICLE 12-CITY MILEAGE

121

12.2

12.3

Automobile Reimbursement Authorized Pursuant to Chapter 33 of the Saint Paull
Adminigtrative Code, as amended, pertaining to reimbursement of City officers and employees
for the use of their automohiles in the performance of their duties, the following provisions are
adopted.

Method of Computation: To be digible for such rembursement, dl officers and employees
must receive written authorization from the Department Heed. If an employeeis required to
use his’her own automohbile during employment, the employee shal be reimbursed at $ .27.5
per mile for each mile actudly driven.

The City will provide parking at the Civic Center Parking Ramp for City employeeswho are
required to have their persond car available for City business. Such parking will be provided
only for the days the employeeis required to have his or her own persond car available.



ARTICLE 12- CITY MILEAGE (Continued)

124

Rulesand Regulations: The Mayor shdl adopt rules and regulations governing the
procedures for automobile reimbursement, such regulations and rules shal contain the
requirement that recipients shdl file daily reportsindicating miles driven and shdl file monthly
affidavits gtating the number of days worked and the number of miles driven, and further require
that they maintain automobile liability insurance in amounts of not less than $100,000/$300,000
for persond injury, and $25,000 for property damage, or liability insurance in amounts not less
than $300,000 single limit coverage, with the City of Saint Paul named as an additiond insured.
These rules and regulations, together with the amendment thereto, shall be maintained on file
with the City Clerk.

ARTICLE 13- ACTIVE EMPLOYEE INSURANCE

131

132

The insurance plans, premiums for coverages and benefits contained in the insurance plans
offered by the Employer shdl be solely controlled by the contracts negotiated by the Employer
and the benefit providers. The Employer will attempt to prevent any changes in the benefits
offered by the benefit providers. However, the employees sdecting the offered plans agree to
accept any changes in benefits which a specific provider implements. The Employer's Cafeteria
Plan Document and IRS rules and regulations shall govern the Employer provided hedlth and
welfare benefit program.

For the purpose of this Article, full-time employment is defined as gppearing on the payroll an
average of at least 32 hours per week for the immediately preceding twelve (12) month period
ending June 30th.

Three-quarter time employment is defined as gppearing on the payroll an average of at least
26 hours per week but less than 32 hours per week for theimmediately preceding twelve (12)
month period ending June 30th.

Half-time employment is defined as appearing on the payroll an average of at least 20 hours
per week but less than 26 hours per week for the immediately preceding twelve (12) month
period ending June 30th.

The above determination shall exclude periods of layoff and approved unpaid leave of absence
when the employee returns to the same position and employment condition.

The Employer shdl determine the time status of anew or changed position based on the above
definitions as to full-time, three-quarter or haf-time employment.



ARTICLE 13- ACTIVE EMPLOYEE INSURANCE (Continued)

13.3

134

135

13.6

13.7

Effective January 1, 2000, the Employer agreesto contribute, for full-time employees, $260.00
per month toward the cost of single hedlth insurance coverage under the "Cafeteria Plan.” For
three-quarter time employees the Employer's contribution shal be $195.00 per month. For
half-time employees the Employer's contribution shal be $130.00 per month.

Effective January 1, 2000, the Employer’ s contribution toward the cost of family hedlth care
coverage for full-time employees shall be adjusted to $376.66 per month. For three-quarter
time employees the Employer’ s contribution of family health care coverage shal be adjusted to
$282.50 per month. For haf-time employees the Employer’s contribution of family hedlth care
coverage shal be adjusted to $188.33 per month.

Effective January 1, 2001, the Employer agreesto contribute, for full-time employees, $260.00
per month toward the cost of single hedlth insurance coverage under the "Cafeteria Plan." For
three-quarter time employees the Employer's contribution shal be $195.00 per month. For
half-time employees the Employer's contribution shall be $130.00 per month.

Effective January 1, 2001, the Employer’ s contribution toward the cost of family hedth care
coverage for full-time employees shal be adjusted to $376.66 plus an amount equad to the
2001 single hedth insurance premium increase up to forty dollars ($40) per month, if the 2001
single hedlth insurance premium increase is over forty dollars ($40), the Employer will
contribute 50% of the amount over forty dollars ($40). For three-quarter time employees the
Employer’s contribution of family hedth care coverage shdl be adjusted to $282.50 plus an
amount equd to 75% of the increase for the full-time employees per month. For hadf-time
employees the Employer’s contribution of family heglth care coverage shdl be adjusted to
$188.33 plus an amount equa to 50% of the increase for the full-time employees per month.

Under the "CafeteriaPlan,” dl digible employees regardiess of the number of average hours
worked must select a least Sngle coverage hospital-medicd insurance and employee life
insurance in an amount of $5000. Any unused portion of the Employer's contribution for which
an employee is digible shdl be paid to the employee as taxable income.  Such payment will be
made during the month of December for the Plan year. For employees who terminate their
employment with the City of Saint Paul, such payment shall be made within 90 days following
termination.

For employees who become disabled and are digible for a disability pension from aretirement
fund to which the City of Saint Paul has contributed, the Employer shal contribute toward the

hospital-medica insurance program offered by the Employer in accordance with Article 14 of

this Agreement.

The insurance benefits provided under this Article shal not gpply to temporary or provisond
employeses.



ARTICLE 14 - RETIREE INSURANCE

141

14.2

14.3

14.4

14.5

Full-time igible employees must meet the following conditions & the time of retirement in order
to be eigible for the Employer contribution toward the hospita-medica insurance program
offered by the Employer.

14.1.1 Have completed at least twenty-five (25) years of service with the City of Saint Paul.
Employment with School Didtrict #625 will not be counted toward the service
requirement for employees hired after 07/01/97 toward years of service for retiree

hedth digihility.

AND
Be recaiving a pension from aretirement fund to which the City of Saint Paul has
contributed.

For employees who were hired prior to July 1, 1975 and who, at the time of retirement, meet
the digibility requirements set forth in Article 14.1.1, the Employer agrees to contribute, for the
life of the retiree, the following:

The full cost of the least expensive single premium for hospital-medica insurance offered by the
Employer.

For employees who were hired on or after July 1, 1975, and who, at the time of retirement,
mest the digibility requirements st forth in Article 14.1.1, the Employer will provide, for the life
of the retiree, the full premium cost of the least expendve single hedth insurance coverage
provided by the Employer at the time the employee retires. The City’s contribution level shall
remain congtant, except that such contribution level shdl be refigured at the full cost of the least
expendve premium offered by the Employer a the time the retiree reaches age 65, if such date
is after the date of retirement.

For employees who retire and have not completed at least twenty-five (25) years of
service with the City a the time of thelr retirement, the Employer will discontinue providing any
hedlth insurance contributions upon thair retirement.

For employees who retire who do not meet the digibility requirements set forth in 14.1.1, the
Employer shdl not make any contributions toward insurance coverage. However, if such
retiree has completed a least ten (10) years of service with the City of Saint Paul, he/she may
purchase single and/or dependent hedlth insurance coverage through the Employer'sinsurance
program. Thetotal cost of such insurance coverage shdl be paid by the retiree.

A retireg's participation in the City's hedlth insurance plan must be continuous. The retiree must
be participating in a City hedlth insurance plan at the time of retirement. If aretiree chooses not
to participate at the time of higher retirement or if aretiree discontinues hisher participation a a
later date, such retiree will not be digible for any future participation or for any Employer
contribution.

10



ARTICLE 14 - RETIREE INSURANCE (Continued)

14.6 Intheevent of the death of aretiree who is participating in the City's hedlth insurance program,
the surviving spouse or dependent of the deceased may continue to participate in the City's
hedlth insurance plan a hisher own cogt. Eligihbility to continue to participate shdl terminate
when such spouse or dependent remarries or becomes digible for group hedth insurance
through any employer.

ARTICLE 15- HOLIDAYS

15.1 Holidays recognized and observed. The following days shdl be recognized and observed as

pad holidays.
New Year's Day Labor Day
Martin Luther King Day Veterans Day
Presidents Day Thanksgiving Day
Memorid Day Day after Thanksgiving
Independence Day Christmas Day

Two floating holidays

Eligible employees shdl receive pay for each of the holidays listed above, on which they
perform no work. On holidays that the employee does perform work, the employee will be
compensated at time and one-haf for the hours worked, in addition to the holiday pay.
Whenever any of the holidays listed above shdl fal on Saturday, the preceding Friday shdl be
observed as the holiday. Whenever any of the holidays listed above shdl fal on Sunday, the
succeeding Monday shall be observed as the holiday.

15.2 Thefloating holidays set forth in Section 15.1 above may be taken at any time during the fisca
year, subject to the approval of the department head. For the purpose of this article the “fisca
year” shdl be the IRS payroll reporting year.

15.3 Eligibility Requirements. In order to be digible for a holiday with pay, an employegs name
must gppear on the payroll on any six working days of the nine working days preceding the
holiday; or an employee's name must gppear on the payroll the last working day before the
holiday and on three other working days of the nine working days preceding the holiday. In
neither case shdl the holiday be counted as aworking day for the purposes of this section. It is
further understood that neither temporary nor other employees not heretofore digible shall
receive holiday pay.

11



ARTICLE 16 - VACATION

16.1

16.2

16.3

16.4

16.5

16.6

In each caendar year, each full-time employee shdl be granted vacation according to the
following schedule:

Yearsof Service Vacation Granted
Lessthan 8 years 15 days
After 8 yearsthru 15 years 20 days
After 15 years and thereafter 25 days

Employees who work less than full-time shdl be granted vacation on a pro rata basis.

The head of the department may permit an employee to carry over into the following vacation
year up to one hundred twenty (120) hours of vacation.

The above provisons of vacation shdl be subject to the Saint Paul Sdlary Plan and Rates of
Compensation, Section |, Subdivison H.

If an employee has an accumulation of sick leave creditsin excess of one hundred and eighty
days, he may convert any part of such excessto vacation at the rate of one-haf day's vacation
for each day of dck leave credit.

The maximum number of days vacation alowed by the conversion of sick leave credits shdl be
no more than five days in any one year so that the maximum vacation time which may be taken
in any one year shdl be forty-five (45) days including the regular vacation period.

ARTICLE 17 - GRIEVANCE PROCEDURES

171

17.2

The EMPLOY ER shall recognize stewards sdlected in accordance with UNION rules and
regulations as the grievance representative of the bargaining unit. The UNION shdl notify the
EMPLOYER in writing of the names of the Stewards and of their successors when so named.

It is recognized and accepted by the EMPLOY ER and the UNION that the processing of
grievances as hereinafter provided is limited by the job duties and responsibilities of the
employees and shdl therefore be accomplished during working hours only when consistent with
such employee duties and respongibilities. The steward involved and a grieving employee shal
suffer no lossin pay when a grievance is processed during working hours, provided, the
seward and the employee have notified and received the approval of their supervisor to be
absent to process a grievance and that such absence would not be detrimental to the work
programs of the EMPLOYER.

12



ARTICLE 17 - GRIEVANCE PROCEDURES (Continued)

17.3  The procedure established by this Article shdl be the sole and exclusive procedure for the
processing of grievances, which are defined as an dleged violation of the terms and conditions
of this AGREEMENT. (To correct the typo from the 1994-1996 contract.)

Grievances shall be resolved in conformance with the following procedure:

Step 1.

Step 2.

Step 3.

Upon the occurrence of an dleged violation of this AGREEMENT, the employee
involved shdl attempt to resolve the matter on an informa basis with the employee's
supervisor. If the matter is not resolved to the employee's satisfaction by the informa
discussion it may be reduced to writing and referred to Step 2 by the UNION. The
written grievance shdl sat forth the nature of the grievance, the factson which it is
based, the aleged section(s) of the AGREEMENT violated, and the relief requested.
Any dleged violaion of the AGREEMENT not reduced to writing by the UNION
within seven (7) cdendar days of the first occurrence of the event giving rise to the
grievance or within the use of reasonable diligence should have had knowledge of the
first occurrence of the event giving rise to the grievance, shdl be considered waived.

Within saven (7) calendar days after receiving the written grievance a designated
Employer Supervisor shdl meet with the Union Steward and attempt to resolve the
grievance. If, asaresult of this meeting, the grievance remains unresolved, the
EMPLOYER shdl reply in writing to the UNION within seven (7) calendar days
following thismeeting. The UNION may refer the grievance in writing to Step 3
within seven (7) cadendar days following receipt of the EMPLOY ER'S written
answer. Any grievance not referred in writing by the UNION within seven (7)
caendar days following receipt of the EMPLOY ER'S answer shall be considered
waived.

Within seven (7) cdendar days following receipt of a grievance referred from Step 2
adesignated Employer supervisor shdl meet with the Union Business Manager or his
designated representative and attempt to resolve the grievance. Within seven (7)
caendar days following this meeting the EMPLOY ER shdl reply in writing to the
UNION gtating the EMPLOY ER'S answer concerning the grievance. If, asaresult
of the written response the grievance remains unresolved, the UNION may refer the
grievance to Step 4. Any grievance not referred to in writing by the UNION to Step
4 within seven (7) cdendar days following receipt of the EMPLOY ER'S answer shall
be considered waived.
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ARTICLE 17 - GRIEVANCE PROCEDURES (Continued)

Optional Mediation Step

1.

If the grievance has not been satisfactorily resolved at Step 3, either the Union or the
Employer may, within ten (10) cdendar days, request mediation. If the parties agree that
the grievance is suitable for mediation, the parties shdl submit ajoint request to the
Minnesota Bureau of Mediation Services for the assgnment of amediator. Grievance
mediation shdl be completed within 30 days of the assgnment.

Grievance mediation is an optiona and voluntary part of the grievance resolution process.
It is a supplement to, not a subgtitute for, grievance arbitration. When grievance mediation
isinvoked, the contractud time limit for moving the grievance to arbitration shdl be ddayed
for the period of mediation.

The grievance mediation process shdl be informa. Rules of evidence shdl not gpply, and
no record shal be made of the proceeding. Both sides shdl be provided ample opportunity
to present the evidence and argument to support their case. The mediator may meet with
the partiesin joint sesson or in separate caucuses.

At the request of both parties, the mediator may issue an ora recommendation for
settlement. Either party may request that the mediator assess how an arbitrator might rule
inthis case.

The grievant shdl be present a the grievance mediation proceeding. If the grievanceis
resolved, the grievant shal sgn a statement agreeing to accept the outcome. Unlessthe
parties agree otherwise, the outcome shdl not be precedentid.

If the grievance is not resolved and is subsequently moved to arbitration, such proceeding
shall be de novo. Nothing said or done by the parties or the mediator during grievance
mediation with respect to their pogtions concerning resolution or offers of settlement may
be used or referred to during arbitration.

Step 4. I the grievance remains unresolved, the UNION may within seven (7) cdendar days

after the response of the EMPLOYER in Step 3, by written notice to the
EMPLOYER, request arbitration of the grievance. The arbitration proceedings shal
be conducted by an arbitrator to be seected by mutud agreement of the

EMPLOY ER and the UNION within seven (7) calendar days after notice has been
given. If the partiesfall to mutudly agree upon an arbitrator within the said seven (7)
day period, ether party may request the Public Employment Relation Board to submit
apand of five (5) arbitrators. Both the EMPLOY ER and the UNION shdl havethe
right to strike two (2) names from the pand. The UNION shall drike the first (1)
name; the EMPLOY ER shdl then strike one (1) name. The process will be repeated
and the remaining person shdl be the arbitrator.
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ARTICLE 17 - GRIEVANCE PROCEDURES (Continued)

17.4

17.5

17.6

The arbitrator shal have no right to amend, modify, nullify, ignore, add to, or subtract from the
provisons of this AGREEMENT. The arbitrator shall consder and decide only the specific
issue submitted in writing by the EMPLOY ER and the UNION and shdl have no authority to
make a decison on any other issue not so submitted. The arbitrator shal be without power to
make decisons contrary to or incondgstent with or modifying or varying in any way the
application of laws, rules, or regulations having the force and effect of law. The arbitrator's
decison shdl be submitted in writing within thirty (30) days following dose of the hearing or the
submission of briefs by the parties, whichever be |ater, unless the parties agree to an extension.
The decison shdl be based solely on the arbitrator's interpretation or application of the express
terms of this AGREEMENT and to the facts of the grievance presented. The decison of the
arbitrator shall be fina and binding on the EMPLOY ER, the UNION, and the employees.

The fees and expenses for the arbitrator's services and proceedings shdl be borne equally by
the EMPLOY ER and the UNION, provided that each party shal be responsible for
compensating its own representatives and witnesses. If elther party desires a verbatim record
of the proceedings, it may cause such arecord to be made, providing it pays for the record.

Thetime limitsin each step of this procedure may be extended by mutua agreement of the
EMPLOY ER and the UNION.

ARTICLE 18- SAVINGS CLAUSE

18.1

This AGREEMENT is subject to the laws of the United States, the State of Minnesota, and the
City of St. Paul. In the event any provision of this AGREEMENT shdl hold to be contrary to
law by a court of competent jurisdiction from who find judgment or decree no apped has been
taken within the time provided, such provison shal be voided. All other provisons shdl
continue in full force and effect.

ARTICLE 19 - SEVERANCE PAY

191

The Employer shdl provide a severance pay program as set forth in this Article.

Severance Pay Plan 1

19.2

To be digible for the severance pay program, an employee must meet the following
requirements.

19.2.1 Theemployee must be 58 years of age or older or must be digible for penson under
the "rule of 90" provisons of the Public Employees Retirement Association (PERA).

15



ARTICLE 19 - SEVERANCE PAY (Continued)

19.3

194

19.5

19.6

19.7

19.8

199

19.2.2 The employee must be voluntarily separated from City employment or have been
subject to separation by lay-off or compulsory retirement. Those employees who are
discharged for cause, misconduct, inefficiency, incompetency, or any other
disciplinary reason are not digible for the City Severance pay program.

19.2.3 Theemployee must have at least ten (10) years of service under the classified or
unclassfied Civil Service a the time of separation. Employment with School Didtrict
#625 will not be counted toward the service requirement for employees hired after
Jduly 1, 1997.

19.24 The employee must file awaiver of reemployment with the Director of Human
Resources, which will clearly indicate that by requesting severance pay, the employee
waves dl damsto reinsatement or reemployment (of any type), with the City.

19.25 The employee must have accumulated a minimum of sixty (60) days of Sck leave
credits a the time of his separation from service.

If an employee requests saverance pay and if the employee meets the digibility requirements st
forth above, he or she will be granted severance pay in an amount equa to one-haf of the daily
rate of pay for the position held by the employee on the date of separation for each day of
accrued sick leave subject to a maximum of 200 accrued sick leave days.

The maximum amount of money that any employee may obtain through this severance pay
program is $6,500.

For the purpose of this severance program, a death of an employee shall be consdered as
separation of employment, and if the employee would have met dl of the requirements set forth
above, at thetime of hisor her degth, payment of the severance pay may be made to the
employee's estate or spouse.

The manner of payment of such severance pay shal be made in accordance with the provisions
of City Ordinance No. 11490.

This severance pay program shal be subject to and governed by the provisons of City
Ordinance No. 11490 except in those cases where the specific provisons of this article conflict
with said ordinance and in such cases, the provisions of this article shal control.

An employee may, in any event, and upon meeting the quaifications of this article or City
Ordinance No. 11490, as amended by City Ordinance No. 16303, section 1, section 6, draw
severance pay. However, an election by an employee to draw severance pay under either this
aticle or the ordinance shdl congtitute a bar to receiving severance pay from the other.

The above Articles 19.1 through 19.8 apply only to employees hired prior to July 1, 1989.
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ARTICLE 19 - SEVERANCE PAY (Continued)

Severance Pay Plan 2

19.10

19.11

19.12

19.13

Employees hired on or after July 1, 1989 shdl be covered by the provisions of the following
Articles 19.11 through 19.16.

For employees hired on or after July 1, 1989 the Employer shdl provide a severance pay
program as st forth in the following Articles 19.12 through 19.16.

To bedigible for the severance pay program, an employee must meet the following
requirements:

19.12.1 The employee must be 58 years of age or older or must be digible for penson under
the "rule of 90" provisons of the Public Employees Retirement Association (PERA).

19.12.2 The employee must be voluntarily separated from City employment or have been
subject to separation, lay-off or compulsory retirement. Those employees who are
discharged for cause, misconduct, inefficiency, incompetency, or any other
disciplinary reason are not digible for the City severance pay program.

19.12.3 The employee must file awaver of reemployment with the Director of Human
Resources, which will clearly indicate that by requesting severance pay, the employee
waves dl clamsto reingatement or reemployment (of any type), with the City.

19.12.4 The employee must have an accumulated balance of at least eighty (80) days of sick
leave credits at the time of higher separation from service. To qudify for $10,000,
the employee must have an accumulated balance of at least one hundred (100) days
of dck leave credits a the time of his’er separation from service.

If an employee requests severance pay and if the employee meets the digibility requirements st
forth above, he or she will be granted severance pay in an amount equa to one-half of the daily
rate of pay for the position held by the employee on the date of separation for each day of
accrued sick leave subject to amaximum of as shown below based on the number of years of
sarvice with the City.

Y earsof Service Maximum
with the City Severance Pay
At Least 20 $5,000

21 $5,500

22 $6,000

23 $6,500

24 $7,000

25 $10,000
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ARTICLE 19 - SEVERANCE PAY (Continued)

19.14

19.15

19.16

19.17

19.18

For the purpose of this severance program, a death of an employee shall be considered as
separation of employment, and if the employee would have met dl of the requirements set forth
above, a thetime of hisor her death, payment of the severance pay may be made to the
employe€'s estate or spouse.

The manner of payment of such severance pay shal be made in accordance with the provisons
of City Ordinance No. 11490.

This severance pay program shal be subject to and governed by the provisons of City
Ordinance No. 11490 except in those cases where the specific provisons of this article conflict
with said ordinance and in such cases, the provisons of this article shdl contral.

Notwithstanding Section 19.9, employees appointed prior to July 1, 1989, to atitle covered by
this agreement who meet the qudifications as defined in Severance Pay Plan 2 (Sections 19.12
and 19.13), may dlect to draw severance pay under the provisions of Severance Pay Plan 2
(Section 19.13). An dection by an employee to draw severance pay under one Section shal
condtitute a bar to drawing severance pay under any other provision set forth in this agreement.

Employees appointed on or after July 1, 1989 to atitle covered by this agreement shal not be
eligible for any severance plan provisions other than the provisons as st forth in Severance
Pay Plan 2 (Sections 19.12 thru 19.16).

ARTICLE 20 - WAGE SCHEDULE

20.1

20.2

20.3

The wage schedule for purposes of this contract shall be Appendix A, attached hereto.

The Vehicle Mechanic Leadworker rate will be $1.02 per hour higher than the Vehicle
Mechanic rate.

The Welder Leadworker rate will be $.29 per hour higher than the Welder rate.

ARTICLE 21 - STRIKES, LOCKOUTS, WORK INTERFERENCE

211

The UNION and the EMPLOY ER agree that there shall be no strikes, work stoppages,
dow-downs, sitdown, stay-in, or other concerted interference with the EMPLOY ER'S
business or affairs by any of the said UNION and/or the members thereof, and there shdl be
no bannering during the existence of this AGREEMENT without first using al possible means of
peeceful settlement or any controversy which may arise. Employees engaging in same shdl be
lidble for disciplinary action.
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ARTICLE 22 - SICK LEAVE

22.1

22.2

22.3

Sick Leave With Pay. During any period in which an employee is absent from work on sick
leave with pay, the employee shdl not be employed or engaged in any occupation for
compensation outsde of hisregular city employment. Violation of the provison of this
paragraph by any employee shall be grounds for suspension or discharge.

In the case of a seriousillness or disability of an employee's child, the Employer shdl grant
leave of absence in accordance with State Legidation. Such leave shdl be deducted from the
employee's accumulated Sck leave credits. If the employee has no accumulated sick leave
credits, such leave shdl be granted without pay.

In the case of aseriousillness or disability of an employee's dependent, parent or household
member, other than a child, the head of the department shall grant leave with pay in order for
the employee to care for or make arrangements for the care of such disabled persons. Such
leave shdl be drawn from the employee's accumulated sick leave credits. Use of such sick
leave shdl be limited to forty (40) hours per incident.

ARTICLE 23- MATERNITY LEAVE

231

Maternity Leave. Maternity is defined as the physical state of pregnancy of an employee,
commencing eight (8) months before the estimated date of childbirth, as determined by a
physician, and ending six (6) months after the date of such birth. In the event of an employee's
pregnancy, the employee may apply for leave without pay at any time during the period stated
above and the EMPLOY ER may gpprove such leave at its option, and such leave may be no
longer than one (1) year.

ARTICLE 24 - SAFETY SHOES

24.1

Effective July 1, 1999, the EMPLOY ER agrees to pay $75.00 toward the cost or repair of
safety shoes purchased by an employee who is amember of thisunit. The EMPLOY ER shdl
contribute toward the cost or repair of one pair of shoes per contract year and shall not be
responsible for any additiona cost for any shoes or repairs thereafter. This reimbursement of
$75.00 shdl be made only after investigation and gpprova by the immediate supervisor of that
employee. This$75.00 EMPLOY ER contribution shdl apply only to those employees who are
required to wear protective shoes or boots by the EMPLOYER. Over thelife of this
agreement, employees may carry over $75.00 per year towards the purchase of safety shoes.
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ARTICLE 25- LAYOFF AND BUMPING

25.1

25.2

253

As of the effective date of this Agreement, dl Vehicle Mechanics and Vehicle Mechanics
(Heavy Truck & Equipment) in al Departments other than Fire and Police shal be considered
Vehicle Mechanics (Heavy Truck & Equipment). Further, Vehicle Mechanic (Heavy Truck &
Equipment) class seniority shall be based on al continuous time served in regular or
probationary status as a Vehicle Mechanic and Vehicle Mechanic (Heavy Truck & Equipment)
sncethe last date of gppointment to either class.

For purposes of layoff the Employer shall determine the location and number of employeesto
lay off. Upon the effective date of layoff, aVVehicle Mechanic (Heavy Truck & Equipment),
Vehicle Maintenance Worker (Heavy) and Welder may bump the least senior Vehicle
Mechanic (Heavy Truck and Equipment), Vehicle Maintenance Worker (Heavy), and Welder,
respectively, Citywide, excluding the Police and Fire Departments and Independent School
Disgtrict No. 625.

An employee exercising a bump acrass Department lines shal serve up to six (6) months
probation in the Department to which he/she bumps. An employee who does not pass
probation shall belaid off. The provisons of this section shal not be subject to Article 17,
Grievance Procedure.

In the event that the Employer merges garage operations, the seniority lists of the affected
classes for those merged operations only shall be merged.
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ARTICLE 26 - DURATION AND EFFECTIVE DATE

26.1

26.2

26.3

The Employer and the Union acknowledge that during the meeting and negotiating which
resulted in this Agreement, each had the right and opportunity to make proposals with respect
to any subject concerning the terms and conditions of employment. The agreements and
understandings reached by the parties after the exercise of this right are fully and completely set
forth in this agreement. Any and dl prior agreements, resolutions, practices, policies or rules or
regulations regarding the terms and conditions of employment to the extent they are inconsistent
with this Agreement are hereby superseded. In those areas where Civil Service Rules are not
inconsigtent with this Agreement the Civil Service Rules shdl continue to be in effect.

Except as herein provided, this Agreement shall be effective as of the date it is executed by the
parties and shdl continue in full force and effect through June 30, 2001 and theresfter until
modified or amended by mutua agreement of the parties. Either party desiring to amend, or
modify this Agreement shdl notify the other in writing so as to comply with the provisons of the
Public Employment Labor Relations Act of 1984.

Any retroactivity shal be owed only to employees who continue to be employed by the City at
the time this Collective Bargaining Agreement is gpproved.

This condtitutes a tentative agreement between the parties which will be recommended by the
Director of Labor Relations, but is subject to the approva of the Adminigration of the City, the
City Council and is dso subject to ratification by the Union.

WITNESSES:

DISTRICT LODGE NO. 77, INTERNATIONAL
ASSOCIATION OF MACHINISTSAND

CITY OF SAINT PAUL AEROSPACE WORKERS AFL-CIO

BY:

Dae BY: Dae

Terry Hdtiner Gay Schmidt
Labor Relations Manager Business Representative
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APPENDIX A

The Wage increases agreed to by the Union and Employer are: A two and five tenths percent (2.5%) across the board
increase as of July 1, 1999, and athree and two tenths (3.2%) across the board increase as of July 1, 2000.

The wage rates and sdlary ranges for classificationsin this unit are shown below:

E
E

Auto Body Repairer $ 2008 $ 20.72
Machinist $ 20.08 $ 20.72
Mechanic Welder $ 20.08 $ 20.72
Toolmaker - Water Utility $ 21.69 $ 2238
Vehicle Mechanic $ 2008 $ 20.72
Vehicle Mechanic (Hvy Tr& Eq) $ 2008 $ 20.72
Vehicle Mechanic Lead Worker $ 21.13 $ 2181
Welder $ 20.08 $ 20.72
Welder Leadworker $ 2038 $ 21.03
Start 6 Months
-07/01/1999 0Q7/01/2000  07/01/1999 _07/01/2000
Equipment Repairer $ 1698 $ 17.52 $ 1778 $ 1835
Fire Building Repairer $ 1698 $ 17.52 $ 1778 $ 1835
Fire Equipment Servicer $ 1698 $ 17.52 $ 1778 $ 1835
Marina Mechanic $ 1667 $ 1720 $ 2046 $ 2111
Traffic Maintenance Wrkr priorto 7/1/91 $ 1698 $ 17.52 $ 1778 $ 1835
Traffic Maintenance Wrkr afterto 7/1/91 $ 1497 $ 1545 $ 1565 $ 16.15
Vehicle Mntnce Wrkr (Hvy) priorto 7/1/91 $ 1698 $ 17.52 $ 1778 $ 1835
Vehicle Mntnce Wrkr (Hvy) after to 7/1/91 $ 1497 $ 1545 $ 1565 $ 16.15
*Vehicle Mntnce Wrkr (Light) $ 1593 $ 1644 $ 1665 $ 17.18
Start 6 Months 1 Year

07/01/1999 07/01/2000  07/01/1999 07/01/2000 _07/01/1999 07/01/2000

Parts Runner $ 1122 $ 1158 $ 1213 $ 1252 $ 1308 $ 1350
Comm. Tech Helper $ 1220 $ 1259 $ 1248 $ 1288 $ 1308 $ 1350

Vehicle Mechanic Trainee

First 2,000 hours 60% of the Vehicle Mechanic base rate
Third 1,000 hours 65% of the Vehicle Mechanic base rate
Fourth 1,000 hours 70% of the Vehicle Mechanic base rate
Fifth 1,000 hours 75% of the Vehicle Mechanic base rate
Sixth 1,000 hours 80% of the Vehicle Mechanic base rate
Seventh 1,000 hours 85% of the Vehicle Mechanic base rate
Eighth 1,000 hours 90% of the Vehicle Mechanic base rate



